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Reflective statement

[bookmark: _Toc153987916]Reflection of the coaching session: What went well and what could be done differently in the future?

The following discussion will provide a reflective account of the coaching sessions as depicted by the roleplay presented above. Now there can be various ways to evaluate coaching, with various scholars and practitioners having put forward their methods to evaluate coaching performance. As mentioned previously, the coaching sessions used the GROW coaching framework, which has five stages, which include different focuses (Socoselling, 2023). In this regard, the coaching sessions can be evaluated by assessing whether the sessions have effectively met the requirements of the framework. In this regard, looking at the first session, I can say that effective goals have been developed, where the goals or needs of Janice have been effectively established. It also showcases good listening by the mentor or coach. Various ideas and processes to achieve the identified goals have also been showcased in the session roleplay. Lastly, the session has GROW identified the actions required towards achieving the identified objectives, which have been further reviewed. 
Looking at the coaching session, it can be seen that it is between Philippa, the Quality Assurance Manager, and Janice, one of the senior microbiologists in the team. Philippa initiated the conversation by making Janice comfortable and giving her the freedom to talk about anything that she wanted that would make her work experience better (SOLER technique). The conversation that ensued established what the topic of discussion would be in the coaching session. This included what she wanted from her job and how she wanted her working arrangements to be. In this regard, what the coaching session established was that Janice wanted to have more responsibility in her work, and also wanted to go back to working from the office instead of continuing with the work from home arrangements. 
Following this, the session established what exactly Janice wanted to achieve. From this, it was identified that Janice wanted to be given more responsibility or get a role where she would assume more responsibility in the team, with the aim of improving her skills and increasing her experience. Other than that, it was also determined that she wanted to resume working from the office in order to build better connections with her colleagues. The subsequent discussion involved exploring different options that would allow for achieving the things she wanted. Through this exploration a definite course of action was decided for the way forward. It would involve Janice informing her senior Rob about her wanting to have a role with more responsibility in the team and putting in effort to show that she was capable and sincere enough to be allowed such a role. Furthermore, it was decided that she should also inform Rob that she wanted to resume working from the office while also stating the reason that she wanted to do so. 
It can also be said that Janice has gained a number of benefits from this, including establishing a rapport with the manager and getting a GROW view of what she wanted to achieve. Also, looking at the conversation as depicted in the coaching session, it can be seen said that it was very efficient, with no wasted time and the conversations being to the point. In the same vein, it can be said that the topics discussed were extremely relevant to the issues faced by the employee, in this case, Janice.
One of the aspects that could have been better is the exploration aspect of the GROW coaching framework which involves asking questions and exchanging of ideas and options towards achieving the identified goals(Socratic questioning). In this regard, it is arguable that the discussions and exchanges were not critical in nature, as the ideas and opinions were not dissected enough. In fact, there could have been a more in-depth analysis regarding the possibility of implementing the idea of a management system to supervise employee's requests regarding their working arrangements. The coach, in this context, could have put forward more possibilities to achieve the intended goal. Concerning this aspect, it could be said that the coach let his own perceptions and biases regarding the proposed actions come in the way of their role. They judged the proposed idea without properly exploring it in all possible ways. 
The ideas and opinions were well communicated and there were no misunderstandings that affected the quality of the discussion. The roleplay was able to depict a safe environment for the coaching session, which enabled cultivating effective rapport between the coach and the coachee. This allowed for the building of mutual trust and the fostering of a transparent relationship which elevated the quality of the conversation. Other than this, while the determined actions could be said to have been to the point, there could have been further discussion regarding the potential for success or possible barriers that could emerge. In this way, it would be possible for the actions to be made more refined to enhance the possibility of success of these actions further. Other improvements that could be made for the future are to understand their perspective, as well as listen and empower the performance of the employees (Instructor Academy, 2023). It is also good to talk about the next steps going forward in regard to the action plan which will also help refine the steps and allow the identification of possible threats that could act as a barrier to the overall plan.

[bookmark: _Toc153987917]Critical evaluation of whether and how the coaching and mentoring session led to improved performance/morale.

As the roleplay and the above discussion have showed, coaching or mentoring can be helpful in resolving issues that employees may be dealing with in an organisation. In this context, it can also lead to the question of whether coaching and mentoring can help improve the morale or performance of employees. This is supported by findings from scholarly and online articles which highlight the benefits that coaching or mentoring can bring to the employees, and in turn, the overall organisation. For instance, according to a report, 84% of employees are of the opinion that an organisation should implement coaching practices in the existing management and development programs in their workplace (ILM, 2023). Another study by Neupane (2015) also puts forward similar findings, which included asserting that coaching and mentoring are highly correlated to the performance of employees as well as to the overall performance of the organisation. In this regard, there are various aspects of employee and organisational performance that can be improved by coaching or mentoring. For one, coaching and mentoring can be directly used to improve the skills and knowledge of their employees, which, in turn, can allow for improved performance by the organisation as a whole. 
Moreover, coaching can also increase engagement and collaboration. According to Airaksinen-Aminoff (2018), coaching can in many ways reduce conflicts within teams, improve understanding and communication, and help with the interpersonal skills of employees. It can also help build stronger teams that have a more inclusive culture which aligns with the organisation's goals and values. This can serve to foster a cohesive workplace where employees are able to work well together and the processes are streamlined (ILM, 2023). As I have shown through the roleplay, the session between Philippa and Janice show how the employees think that they are being treated with respect and that their opinions are being given due regard. It can be said that this helps with helping them feel a sense of safety and belongingness which is an important part of a person’s motivation. 
It can also be said that coaching helps to identify skills that are required for success within a certain role, which also helps with forming a path towards developing and improving those skills. In this regard, coaching and mentoring can help reinvigorate workers, and keep them from stagnating in their roles by helping them move forward, which ultimately also helps the company move forward as well (CCL, 2023). This aspect of coaching and mentoring has been adequately showcased in the roleplay. For instance, as the above discussion has shown, the coaching session between Philippa and Janice can be said to have served to help Janice get a boost in her career prospects as she will now be able to obtain more opportunities which involve dealing with responsibilities and potentially be able to move up the career ladder in the organisation. 
Other than that, coaching and mentoring can also help with defining goals and objectives for employees. They can empower employees and even managers to come up with plans, execute them, and review the outcomes, toward achieving consistent results or improvement. This can be achieved by helping align employee goals with the goals of a business, as well as giving employees ownership of their own roles and responsibilities within the organisation. Coaches and mentors can also help in this aspect by addressing the ups and downs that employees may face in achieving these goals (Ling, 2023). In this context, the coaching session roleplays shows how the coaches or mentors provided practical recommendations that would help the coachee get what they wanted. 
Lastly, coaching also serves to help create safe environments for employees. Considering that every employee, as a human being, has their own hopes and fears, it is important for organisations to handle these with care so as to ensure that there is a positive workplace environment which also helps in ensuring job satisfaction and retention of employees. For instance, by building trust and communication as pointed out above, reshaping accountability and sharing the weight of responsibility, coaches can cultivate a safe environment that can help with the exchange of opinions and feedback (Birkman, 2023). The roleplay also provides ample evidence of this aspect, in that they have shown how a coach creates a safe environment where employees can share their opinions and thoughts freely. Overall, in light of this, it can be argued that coaching and mentoring can lead to improved performance and morale in employees. Other than that, the overall quality of coaching can also be further improved by continuous learning and practice, and developing skills like emotional intelligence which can be effective in understanding the perspectives of others and controlling the conversation if necessary. 
[bookmark: _Toc153987918]Analysis of skills, behaviours, attitudes, beliefs, and values of an effective coach or mentor
From the above role play, it was understood that to be an effective leader the following characteristics are required. 

Skills- An effective leader should possess skills like active listening which are significant for mentors to recognise the learning requirements of the team members as listening to the concerns of the individual represents that the team members are taken seriously and respected. It also helps in reducing the power imbalance between the leader and the team members and maintains an efficient learning process. The person is also accountable for building trust as it is regarded as a critical element in fruitful mentoring. It should invest it’s time to support the progress of the employees and build trust to have open and transparent communication (Mok and Staub, 2021). With the positive relationship between the leader and employee exchange of knowledge, feedback and criticism can take place.  
Behaviour- Accountable behaviour is expected from an effective coach or  mentor as individuals who take ownership of their mistakes are regarded as good role models for the employees or the learners. They remain loyal and responsible when they experience challenges and take that positively as they can learn from the errors. Effective mentors understand that efficient leadership states taking accusations of the issues despite it may put the person in a negative position. They should possess a certain behaviour which will help them to build successful and reasonably fulfilled people (Kalish, 2020). They possess the capability to motivate and inspire people to stand out in comparison with others. With positive and affirmative behaviour they hold the responsibility to make people passionate, knowledgeable and dedicated who can become a great mentor themselves in the future.  
Values and beliefs - an effective mentor should possess the values of accessibility, authenticity, objectivity, and continual learning. A mentor should be accessible when a learner faces issues so that the time and effort of the learner are not wasted by unsuccessful trials. An individual requires a coach who can concentrate their time and effort on the development of the learner. The person should create goals for every meeting which are required to be accomplished for the growth of the learner in real-time. Having several degrees and titles is not adequate, the person should possess an actual interest in helping people develop their learning process and increasing their potential (Duchene, 2019). A highly effective mentor is always respectful and inspirational through their working and communication styles. At times a mentor is required to align its value with that of the learner to continue efficient mentorship. 
Attitude- An effective coach possesses a positive and respectful attitude. It is not expected from a mentor to criticise an employee or a learner harshly or unconstructively mistreating people leading to giving people a bad attitude. This can lead to an uncreative and unsatisfying relationship between the coach and the learner. At times when their attitude becomes unrespectful they should acknowledge and apologise for the same (FGP, 2023). They can demonstrate the particular behaviours and activities expected to prevail in the field by determining the things that are useful and productive to the learner.
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APPENDIX 
Role Play

Philippa – Hello Janice. I hope you and your family are in good health. Before, we start the session, I want to say that this is a safe place and you can talk about any issue that you are facing or your opinion on any of the company’s recent policies or decisions, freely without any hesitation. I assure you that all that we are talking about will be kept confidential and only the outcomes or decisions we reach in this session will be used to make improvements to the company’s policies towards ensuring that your issues are addressed. Do you have any questions regarding this or is there anything that you would like to clarify?
Janice – No, I am happy about the purpose of this, although, I would like to point out that I do have some suggestions, mostly personal though, regarding the working arrangements and my role in the company. 
Phillipa – Yes, in fact, let us start with you telling me what you want to talk about in this session and what you hope to achieve from this conversation. 
Janice – As you know, I have been in this company for five years, and I love the work. After the recent reorganisation, I have been given more responsibility for development and monitoring work, and I must say that I am thrilled to have this opportunity. I kind of want more opportunities like this to improve my skills, and increase my qualification and experience. Moreover, in regard to the remote working arrangements, while I cannot argue that I am very comfortable working from home, I do miss interacting with my colleagues. I think that returning to the office would help me feel more connected with everyone and also help me develop more camaraderie with my colleagues. 
Philippa – I think I get the gist of what you want to say, but let me summarise it to make sure that I am right about what you want. Basically, you are telling me that you enjoy having responsibility and would like more of such opportunities to improve yourself. Also, while you like working from the comfort of your home, working from the office helps you feel more connected to your colleagues. So, am I correct in assuming that you want to be assigned more responsibility at work or possibly be in a role that involves more responsibilities, and also want the company to restart working from office arrangements?
Janice – Well, I would not want the other employees to be troubled because I want to work from the office, as I understand that others may be in different circumstances.
Philippa – So, from what you are saying, I assume that it is you just want to resume office work without others being forced to do the same. In consideration of the fact that your team is in remote working arrangements because of the nature of the work that they are doing, and given that you do not want to cause problems for others, it would stand that you want more flexibility in work roles. Would you say that this assumption is correct on my part?
Janice – Yes, I do want more flexibility, and want to resume working from the office. However, looking at the way that you have phrased this, it seems to be a lot more complicated. In light of this, I want to ask whether it would be possible for there to be a management system where the employees will be able to have a choice in regard to the site they work from? Such as system would surely be able to accommodate everyone’s needs and not affect others in a negative way. However, I think that it would still be difficult for the company to implement such a method, right?
Philippa – Well, this is what this coaching session is for. To listen to your opinions and issues and deliberate on possible solutions that can help with resolving these issues. Taking into account the barriers that you have pointed out, what type of system do you think that the company should develop in order to ensure that these issues do not effect it adversely?
Janice – If I was to speak my mind, I think that creating a system where the employees will be able to choose their site of working. In this regard they will have the option of working from either their office or home. I do understand that there can be some complications with this system and can make it difficult to manage the work for teams. Maybe developing a system where employees can choose the dates on which they want to work from home a week or a month beforehand. It can allow for the management to ensure that they know the working schedules of everyone. But I also get that developing such a system can be difficult and maintaining it can also be a problem.
Philippa – The idea is not bad and it is true that it would allow for better performance and engagement from employees, but you are also correct in assuming that it would be very difficult to manage such a system. However, I will take this up with HR to gauge their thoughts on this. However, for now, considering what you have told me about your needs I will try to actionable steps to meet your needs, but you yourself are the main impetus in making it possible. First of all, you need to talk with the head of your section, Robert, or Rob I suppose, and tell him frankly that you enjoy having responsibility and would like to be assigned such work more often. To make your case, you also need to show results so that everyone can see that you are accountable and sincere with your words. Now, regarding the question of you coming back to the office, once again, you need to talk to Rob and discuss with him how the team will work if you do so and whether it is possible for the team to have a flexible working arrangement. The possibility of a company-wide policy, however, is something that you, unfortunately, may not have much say in. 
Janice – I understand and thank you for listening to my opinions. I will do as you have instructed and am sure that these instructions will come in handy to achieve what I want. It has been helpful talking to you like this, and I feel that someone has listened to and considered my opinion.
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